Talent is defined in the same manner across the organization, allowing you to apply consistent, enterprise wide policies for attracting, recruiting, developing, rewarding, and retaining talent (Sadler, 1993) Primarily objective of this study is to identify different factors affecting talent management and to find out the level of significance of these factors on talent management human resource creation. Based on this study a model for effective talent management in an organization is suggested. The important aspect considered in this study is to identify the area of training for improving performance of employees.
Some of the important studies examining the relationship between Talent management & different traced out HR factors are discussed as follows:
Hooghiemstra (1990) revealed that in order to retain the best talent, a coherent Human Resources Management is required, which can take optimal decisions in the fields of selection and Development. Lunn (1995) observed that training should not be a response to every problem the organization encounters; people cannot be trained to be what they are not. Training refines and develops talent; it does not create it. He also found out that highly talented group generates more average sales and hence leads organization to earn more profit. Hiltrop (1999) observed that the ability to attract and retain talent is rapidly becoming one of the key issues for human resource managers and their organizations across the globe. The results suggested that high performance organizations are consistently outperforming their competitors on a number of human resource factors like HR Planning, openness, recognition, equality, team work. autonomy, specialization, career development, internal promotion, training, job security. Although this paper did not report any empirical evidence in the above said argument. Bergeron (2004) observed that successful organizations make talent strategies part of their strategic planning process. The study also indicates that organizations that choose to improve their entire human capital system perform better in terms of productivity, revenue, profits, market shares, and share holder value.
Glen (2006) in his paper examines effectual, practical and holistic people strategies that address key skills retention, employee engagement, employee motivation and attendance gaps, with a view to positively impacting on organization costs, productivity and business performance. The paper also seeks to examine the value of assessment and feedback in talent engagement and retention, and to look at developing employees via experience based development initiatives. He observed that important predictors in the above said context are: organizational process; role challenge; values; work-life balance; information; stake/leverage/reward/recognition; work environment; and product/service. 
Learning Ability
In words of Robbins (1998), learning is defined as, any relative permanent change in behavior that occurs as a result of experience.
Effective learning needs to achieve transference of knowledge from the artificiality of a training course, to practical application where the trainee adapts acquired knowledge to the perceived needs (Robothan, 2004 
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